











would	allow	to	 look	 into	given	organizational	 cultures.	The	problem	seems	to	
intensify	 in	 the	case	of	 such	organizations	as	hospitals,	where	organizational	
culture	is	also	influenced	by	values	and	professional	standards	of	doctors	and	
medical	 staff.	 Nonetheless,	 organizational	 culture	 in	 hospitals	 constitutes	 a	
significant	 theoretical	 issue,	 mainly	 due	 to	 the	 fact	 that	 the	 problem	 has	 not	
been	 conceptualized	 yet,	 and,	 at	 the	 same	 time,	 is	 of	 pragmatic	 importance,	
as	 organizational	 culture	 often	 establishes	 social	 norms	 which	 may	 hamper	
organizational	changes.	
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Table 1.	Definitions	of	Organizational	Culture	































































cultural	 studies	 rarely	 take	advantage	of	 their	 colleagues’	 contributions	 while	
the	research	output	is	not	compiled	as	it	should	be	[Sułkowski	2008].	
3. Culture, identity and the image of the hospital
Even	though	the	definitions	of	organizational	culture	and	identity	are	similar,	
making	 a	 precise	 distinction	 between	 them	 seems	 purposeful.	 Strategor	
distinguishes	culture	from	identity,	placing	culture	at	the	level	of	the	symbolic	
sphere	 (ideas,	 values,	 norms,	 beliefs,	 myths)	 whereas	 organizational	 identity	
is	 at	 the	 level	 of	 individual	 interpretation	 of	 that	 space	 –	 an	 internal	 image	
(fantasy,	passion,	 complexes)	 [Strategor	1997,	p.	503].	The	above	refers	 to	 the	
psycho-social	understanding	of	identity.	M.J.	Hatch	and	M.	Schultz	distinguish	
between	culture,	identity	and	organizational	image,	simultaneously	indicating	





Organisational Identity. A Reader,	 Hatch,	 M.J.,	 Schultz,	 M.	 (eds.).	 Oxford	 –	 New	 York:	
Oxford	University	Press,	p.	379.
Identity expresses          Identity reflects 
understanding of culture          an image of others 
Culture    Identity          Image 
Identity takes root     Identity expressed makes 
in organizational culture    an impression on others 





Secondly	 we	 observe	 the	 process	 of	 identity	 being	 instilled	 in	 organizational	
culture.	Identity	leaves	a	mark	on	the	shape	of	values,	norms	and	organizational	
culture	patterns;	it	must	be	embedded	in	culture.	The	above	leads	to	the	expression	
of	 organizational	 culture	 through	 identity,	 identity,	 in	 turn	 impresses	 others	
by	means	of	an	image.	The	whole	model	has	a	feedback	nature	[Hatch,	Schultz	
2004,	p.	379].
4. Models of Organizational Culture 
Distinguishing	 organizational	 culture	 models	 and	 typologies	 from	 general	
models	 of	 organizations	 or	 its	 selected	 areas	 seems	 to	 be	 the	 basic	 cognitive	
problem.	 Since	 we	 have	 both	 theoretical	 and	 operational	 problems	 connected	





[Mintzberg	 1983].	 Ch.	 Perrow	 described	 types	 of	 organizational	 cultures	 by	
creating	 the	 matrix	 of	 technologies	 based	 on	 the	 changeability	 parameters	
and	 the	 degree	 of	 analyzability	 (routine,	 engineering,	 craft	 and	 non-routine)	
[Perrow	1967].	A	sieve	and	human	capital	models	are	two	opposite	ideal	types	




and	 ambiguity	 of	 organizational	 culture	 makes	 it	 impossible	 to	 analytically	
separate	organizational	culture	from	other	areas	of	organization.	
Reference	 materials	 provide	 a	 great	 number	 of	 models	 and	 typologies	
for	 organizational	 culture.	 Most	 often	 quoted	 concepts	 were	 created	 by	 the	
following	 researchers:	 E.	 Schein,	 W.	 Ouchi,	 T.	 Deal	 and	 A.	 Kennedy,	 T.	 Peters	
and	 R.	 Waterman,	 G.	 Hofstede	 and	 Ch.	 Handy	 [Peters,	 Waterman	 1980,	 pp.	




that	organizational	 culture	 includes	several	of	 these	elements:	values,	norms,	
basic	assumptions,	cultural	patterns,	 language,	symbols,	artifacts,	rituals	and	
taboos	[Schein	1992].	Models	of	organizational	culture	are,	on	the	other	hand,	
very	 diverse	 in	 terms	 of	 the	 proposed	 dimensions	 of	 values	 and	 typologies.	
After	all,	some	of	them	were	created	as	a	result	of	speculations	and	consulting	






Kennedy	 1988].	 Concepts	 of	 Ch.	 Handy,	 W.	 Ouchi	 as	 well	 as	 T.	 Peters	 and	 R.	
Waterman	are	similarly	simplistic	and	have	not	been	rooted	in	a	wider	frame	of	
scientific	research.	The	last	three	concepts	bear	the	hallmarks	of	good	“marketing	



























The	 organizational	 cultures	 of	 hospitals	 usually	 display	 the	 weak	 culture	
characteristics,	 frequently	 with	 two	 or	 more	 accompanying	 antagonistic	
subcultures.	 Besides	 internal	 conflicts	 of	 interests,	 pride	 related	 to	 affiliation	
with	 the	 company	 is	 frequently	 lacking,	 while	 the	 employees	 are	 often	 proud	
of	 the	 profession	 they	 practice.	 The	 degree	 of	 involvement	 and	 loyalty	 is	 also	
difficult	to	generalize	(Table	3).
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The employee’s emotions 











favour	 meeting	 the	 goals	 set	 by	 management,	 whereas	 a	 negative	 culture	 can	
hamper	the	realization	of	those	goals.	P.	Bate,	based	on	his	studies,	described	
a	 negative	 organizational	 culture	 syndrome	 which	 can	 be	 contrasted	 with	 a	
positive	culture.	We	can	analyze	in	which	group	our	family	companies	could	be	
included	(Table	4)	[Bate	1984].
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Table 4.	Negative	culture	versus	positive	culture.




























































and	 introduce	 transformations.	 They	 usually	 adapt	 better	 to	 changes	 in	 their	
surroundings	and	are	flexible.	They	attach	more	importance	to	the	openness	of	
the	organization	than	to	its	stability	(Table	5).
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Table 5.	Conservative	culture	versus	innovative	culture.







































with	 similar	 rights	 and	 the	 organization	 reflects	 that	 elementary	 equality.	
Therefore	an	organization	should	possess	a	flat	structure	and	maximally	limit	
the	 number	 of	 management	 levels.	 Strong	 diversification	 of	 rights,	 privileges	
and	 benefits	 of	 employees	 is	 inadvisable.	 Equality	 generates	 the	 following	
attitudes	in	organizations:	emphasis	on	the	similarity	of	employees,	preference	
for	 egalitarian	 thinking,	 orientation	 toward	 spontaneity	 and	 flexibility	 of	
structures	and	power	relations	(Table	6)1.
1	 Ł.	Sułkowski,	Kulturowa	zmienność	organizacji,	PWE,	Warszawa	2002,	pp.	66-68.
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Table 6.	Hierarchical	and	egalitarian	cultures.



































































symptoms	 which	 bring	 about	 lower	 organizational	 efficiency,	 that	 is:	 weak,	
negative,	conservative	and	hierarchical	cultures.
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and	 practical	 separation	 of	 cultural,	 structural	 and	 strategic	 areas,	 while	












setting,	 constitutes,	 in	 my	 opinion,	 the	 third	 and	 the	 key	 issue.	 Reference	





DS.	 Landes	 [Landem	 2000],	 as	 well	 as	 multicultural	 comparative	 studies:	 G.	
Hofstede,	A.	Trompenaars	and	Ch.	Hampden-Turner,	R.	Hous	and	R.	Inglehart	
[Hofstede	 1984;	 Hampden-Turner,	 Trompenaars	 1998;	 House,	 Hanges	 Ruiz-
Quintanilla	 1997,	 pp.	 215–254;	 Inglehart	 1997].	 All	 of	 these	 works,	 however,	
do	 not	 relate	 to	 the	 relationship	 between	 organizational	 culture	 and	 social,	
economic	 or	 even	 cultural	 setting.	 If	 we	 assume	 that	 organizational	 cultures	
are	 ”immersed”	 in	 the	 cultures	 of	 given	 societies	 and	 constitute	 a	 different	








and	 organizational	 culture.	 Some	 authors	 depict	 organizational	 cultures	 and	








include	 both	 enthusiasts	 and	 skeptics	 of	 using	 organizational	 culture	 for	 the	
purpose	of	organization	management.	
7. Methodology of the Quality Pilot Studies 
Initial	results	included	in	this	study	cover	a	series	of	free-form	interviews	with	
managers	 and	 employees	 from	 four	 hospitals	 located	 in	 the	 Lodz	 Province	 in	
Poland.	In	total,	15	interviews	were	conducted	which	aimed	at	gathering	different	
opinions	 concerning	 the	 description	 of:	 culture,	 norms,	 key	 social	 values	 and	











among	 others,	 such	 wards	 as:	 cardiology,	 pneumology,	 diabetology,	 dialysis,	
allergology,	 neurology,	 neurosurgery,	 general	 and	 transplantation	 surgery	 or	
laryngology.	 The	 hospital	 remains	 in	 a	 good	 financial	 condition	 and	 has	 been	
developing	 its	 infrastructure	 and	 improving	 specialist	 medical	 equipment	 for	
many	years	now.	






with	 100%	 shares	 owned	 by	 the	 local	 government.	 Currently,	 the	 hospital	
employs	750	people	and	specializes,	among	others,	in:	surgery,	internal	diseases	
and	 infectious	 diseases.	 A	 number	 of	 medical	 services	 which	 are	 rendered	
is	 outsourced	 to	 small	 entities	 affiliated	 with	 the	 hospital.	 The	 hospital	 has	
undergone	a	deep	restructuring	change,	which	allowed	 to	settle	 former	debts	
and	regain	a	financial	balance.	
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8. Conclusions 




balance	 based	 on	 power	 play	 and	 clashes	 of	 cultural	 patterns	 and	 norms	 can	
easily	be	observed	between	those	groups.	
The	 second	 conclusion	 shows	 the	 correlation	 between	 the	 organizational	
culture	of	hospitals	and	professional	cultures.	Organizational	culture	in	hospitals	





























































distinguished:	 doctors,	 nurses	 and	 managerial-administrative	 staff,	 which	









which	 does	 not	 provide	 any	 innovative	 solutions	 since	 the	 dynamic	 setting	







and	 culture	 of	 hospitals.	 Specificity	 of	 hospital	 cultures	 lies	 in	 significance	 of	




This article sets out to analyze the issue of defining the concept of organizational culture 
and focuses on models and typologies used in reference materials. Moreover, based on 
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